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      Battle Town Council       

BULLYING AND HARASSMENT POLICY 

1. Introduction  

1.1 The Council considers bullying and harassment unacceptable, and will take all necessary 
steps to eliminate such behaviour. The Council has a legal duty to ensure that staff members 
are not exposed to any unnecessary risks associated with this behaviour.  

1.2 Following changes to the Sex Discrimination Act in April 2008, the Council is duty bound to 
protect its employees from sexual harassment from Councillors and members of the public. 
Employees will be entitled to claim damages if the Council fails to take reasonable steps to 
protect them after being made aware of any incidents.  

1.3 The Council has a duty of care towards all staff and liability under common law arising out 
of the Employment Rights Act 1996 and the Health and Safety at Work Act 1974. 

1.4 Harassment is unlawful under the Equality Act 2010. Harassment is bullying or unwanted 
behaviour that relates to the protected characteristics in the Act (see Appendix). 

1.5 There is no legal definition of bullying, but examples are listed in the Appendix. 

 

2. Procedures  

2.1 Staff members and Councillors may experience bullying and harassment by staff members, 
Councillors or members of the public. This behaviour can be either: 

Verbal 
• Via the telephone  
• Face to face  
• In written or electronic correspondence  
• Via social media or cyberstalking  

Or physical  
• Assaults or violence, or the threat of assault or violence towards the staff member  
• Damage to the staff member’s property  
• Inappropriate sexual behaviour  

2.2 In the first instance, all incidents towards staff must be reported to the staff member’s line 
manager and all incidents towards Councillors must be reported to the Chairman of Council. In 
the case of the most senior employee, all incidents must be reported to the Chairman of the 
Personnel Committee. In the case of the Chairman, all incidents must be reported to the Town 
Clerk. A comprehensive note of the incident must be made. Details should include:  

• date  
• time  
• type of incident  
• details of incident  
• if known, the name and address of the member of the public involved, and the 

names and addresses of any witnesses to the incident  
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2.3 If the incident relates to correspondence received, either written or electronic, the 
correspondence should be retained as evidence and no response should be made.  

2.4 If the incident relates to a telephone call which is recorded, or where a message has been 
left on an answering service, the message should be retained as evidence and no response 
should be made.  

2.5 Upon receipt of a reported incident, the Finance and General Purposes Committee must 
determine if the incident is severe enough to report to the Police. In the case of physical 
assaults or violence, all incidents will be reported to the Police.  

3. Sanctions  

3.1 If the Finance and General Purposes Committee consider an incident serious enough to 
report to the Police, the Council will take advice from the Police with regard to any appropriate 
sanction.  

3.2 If the Finance and General Purposes Committee do not consider an incident serious 
enough to report to the Police, they may decide to attempt to resolve the problem directly 
with those involved, with the aim to receive an apology and guarantee of no future repeat of 
the behaviour which gave rise to the incident.  

3.3 If it is proved that a member of the public has bullied a staff member or Councillor, the 
Council reserves the right to impose sanctions against that member of the public, including:  

• blocking the member of public’s email address and accepting no future emails  
• reporting emails to the member of the public’s Internet Service Provider  
• banning the member of the public from the Council offices or other Council owned 

buildings  

4. Incidents involving Councillors  

4.1 The Council considers bullying and harassment of staff members by Councillors or of 
Councillors by staff members staff against Councillors equally unacceptable. Procedures for 
dealing with incidents of this nature are set out in the Members’ Code of Conduct, as attached.  

Adopted 7 July 2015  

Reviewed: November 2021  

Review date: Ongoing  
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Appendix 

 
Bullying: 

ACAS describe Bullying as unwanted behaviour from a person or group that is either:  
• offensive, intimidating, malicious or insulting  
• an abuse or misuse of power that undermines, humiliates, or causes physical or 

emotional harm to someone  
The bullying might:  

• be a regular pattern of behaviour or a one-off incident  
• happen face-to-face, on social media, in emails or calls  
• happen at work or in other work-related situations  
• not always be obvious or noticed by others  

Examples of bullying at work could include:  
• someone has spread a malicious rumour about you  
• someone keeps putting you down in meetings  
• your boss keeps giving you a heavier workload than everyone else  
• someone has put humiliating, offensive or threatening comments or photos on social 

media  
• someone at the same or more junior level as you keeps undermining your authority  

Bullying can also happen from staff towards a more senior employee, a manager or an 
employer (this can be called 'upward bullying' or 'subordinate bullying'). It can be from one 
employee or group of employees.  

Examples of upward bullying can include:  
• showing continued disrespect  
• refusing to complete tasks  
• spreading rumours  
• doing things to make you seem unskilled or unable to do your job properly  

 

When bullying might be classed as harassment 

Harassment is when bullying or unwanted behaviour is about any of the following 'protected 
characteristics' under discrimination law (Equality Act 2010):  

• age  
• disability  
• gender reassignment  
• race  
• religion or belief  
• marriage and civil partnership  
• sex  
• sexual orientation  
• pregnancy and maternity  

 


